ISSN: 3048-6874

: International Journal of Humanities Social Science and Management (IJHSSM)
{ " Volume 6, Issue 5, Sep. — Oct., 2026, pp: 96-107
www.ijhssm.org

Beyond Formal Roles: An Employee Engagement-Based
Conceptual Framework of Organizational Citizenship Behaviour
in China’s Private New Energy Vehicle Sector

Yang Jun'?; Sai-Keong Chan'
'Kuala Lumpur University of Science and Technology
$Weifang University of Science and Technology

Date of Submission: 09-09-2026

Date of Acceptance: 18-09-2026

ABSTRACT: Organizational Citizenship
Behaviour (OCB) has become increasingly
important to organizational effectiveness because
contemporary organizations depend not only on
employees' formal task performance but also on
discretionary behaviours such as helping colleagues,
supporting organizational initiatives, protecting
organizational ~ resources, and  voluntarily
contributing beyond prescribed job requirements.
Such behaviours may be particularly important in
dynamic and innovation-intensive industries such as
China's New Energy Vehicle (NEV) sector, where
rapid technological change, intense competition,
cross-functional  collaboration, and evolving
employee expectations require organizations to
obtain contributions that cannot be completely
specified through formal job descriptions. Despite
extensive research on OCB, important questions
remain concerning how organizational conditions
are translated into employees' willingness to
perform citizenship behaviours. This conceptual
paper develops an integrated framework examining
Perceived  Organizational ~ Support  (POS),
Organizational Justice (OJ), and Organizational
Commitment (OC) as antecedents of OCB, with
Employee Engagement (EE) proposed as a central
psychological ~mechanism connecting  these
organizational and attitudinal factors with
citizenship behaviour. Drawing principally on
Social Exchange Theory and supported by
Organizational Support Theory, the framework
proposes direct relationships between POS, OJ, OC,
and OCB, as well as indirect relationships operating
through EE. Gender is further incorporated as a
moderator of the relationship between EE and OCB,
recognizing that engaged employees may differ in
how they translate psychological investment into
discretionary workplace behaviour. The framework
is contextualized within private NEV companies in
Guangzhou, China. Eleven hypotheses are
developed to explain the direct, mediating, and

moderating relationships. The proposed model
contributes to OCB literature by integrating
organizational perceptions, employee attachment,
motivational mechanisms, and individual
differences within a parsimonious framework. The
paper concludes with theoretical, managerial,
methodological, and future research implications for
understanding OCB in technologically dynamic
organizational environments.
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I. INTRODUCTION

Contemporary organizations increasingly
recognize  that  sustainable  organizational
performance cannot be achieved solely through
employees' fulfilment of formally prescribed
responsibilities. Although task performance remains
fundamental, organizations also depend on
employees who voluntarily assist colleagues,
demonstrate flexibility, protect organizational
resources, support organizational change, and
undertake responsibilities extending beyond explicit
job requirements. Such discretionary contributions
are commonly conceptualized as Organizational
Citizenship Behaviour (OCB) and have become an
important area of organizational behaviour and
human resource management research.

Organ [1] originally described OCB as
discretionary individual behaviour that is not
directly or explicitly recognized by formal reward
systems but contributes to the effective functioning
of an organization. Subsequent research has
broadened understanding of the construct and
demonstrated that citizenship behaviour can benefit
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both individuals and organizations. Williams and
Anderson [2], for example, differentiated citizenship
behaviour directed toward individuals (OCB-I) from
citizenship  behaviour directed toward the
organization (OCB-O). Although citizenship
behaviours may not always appear substantial when
considered individually, their cumulative effects can
facilitate coordination, cooperation, organizational
adaptability, and performance.

The importance of OCB is particularly
evident in industries characterized by rapid
technological  development and continuous
organizational change. China's NEV industry
represents such an environment. NEV companies
operate under intense technological competition,
changing customer expectations, sustainability
requirements, regulatory developments, and
pressure for continuous innovation. Employees
frequently need to cooperate across functional
boundaries, share knowledge, adapt rapidly to
technological and organizational changes, solve
unexpected problems, and assist colleagues in
meeting demanding project schedules. Many of
these contributions cannot be comprehensively
specified in formal employment contracts or job
descriptions. Consequently, organizations operating
in this environment may depend considerably on
employees' willingness to engage voluntarily in
behaviour that benefits colleagues and the wider
organization.

Nevertheless, employees do not necessarily
demonstrate OCB simply because organizations
require it. Citizenship behaviour is discretionary by
nature, suggesting that employees' interpretations of
their employment relationship and psychological
experiences at work are likely to determine whether
they are willing to contribute beyond formal
requirements. This raises an important question:
What organizational and psychological conditions
encourage employees to transform their willingness
and capacity to contribute into actual organizational
citizenship behaviour?

Three constructs are particularly relevant to
this question: Perceived Organizational Support
(POS), Organizational Justice (OJ), and
Organizational Commitment (OC). POS concerns
employees' general beliefs regarding whether their
organization values their contributions and cares
about their well-being [3]. Organizational Justice
concerns employees' perceptions regarding fairness
within  organizational outcomes, procedures,
interpersonal treatment, and communication [4].
Organizational Commitment represents employees'
psychological attachment to and relationship with

their organization [5]. Although conceptually
distinct, these constructs describe important aspects
of the employee—organization relationship and have
repeatedly been associated with desirable employee
attitudes and behaviours.

Social Exchange Theory (SET) provides an
important theoretical explanation for these
relationships. Blau [6] argued that social
relationships develop through exchanges involving
reciprocal obligations. When employees perceive
favourable organizational treatment, they may
experience an obligation to reciprocate through
positive attitudes and behaviours. Organizational
citizenship behaviour represents one particularly
suitable form of reciprocation because its
discretionary nature allows employees to voluntarily
provide benefits to the organization beyond
contractual requirements.

However, the relationships between
organizational conditions and OCB may not be
entirely direct. Employees may first need to become
psychologically invested in their work before
favourable organizational experiences translate into
citizenship behaviour. Employee Engagement (EE)
therefore represents an important explanatory
mechanism. Engagement captures the extent to
which employees invest psychological, emotional,
cognitive, and behavioural energy in their work
roles. Engaged employees are not simply satisfied
with their employment; they are actively involved in
their work and willing to devote additional effort to
achieving meaningful work and organizational
outcomes.

Recent research has increasingly examined
engagement as an explanatory mechanism
connecting  organizational experiences with
behavioural outcomes. Lin et al. [7], for example,
demonstrated that organizational support and justice
can influence employee behavioural outcomes
through work engagement, highlighting engagement
as an important mechanism through which
organizational perceptions become behaviour. Such
findings suggest that examining only direct
relationships between organizational antecedents
and OCB may provide an incomplete explanation of
citizenship behaviour.

Another important issue concerns whether
engagement produces citizenship  behaviour
uniformly among employees. Gender may represent
a relevant boundary condition. Gender-related
socialization, workplace expectations, interpersonal
orientations, organizational experiences, and
contextual conditions may influence the behavioural

DOI: 10.5281/zen0d0.22827859 | Impact Factor value 7.52 | ISO 9001: 2008 Certified Journal Page

97



ISSN: 3048-6874

] International Journal of Humanities Social Science and Management (IJHSSM)
{ " Volume 6, Issue 5, Sep. — Oct., 2026, pp: 96-107
www.ijhssm.org

expression of engagement. Earlier research has
reported gender-related differences in particular
OCB relationships, although findings remain
inconsistent. Miao and Kim [8], for instance, found
evidence that gender moderated certain relationships
involving organizational citizenship behaviour
among employees in Chinese manufacturing
companies. Nasurdin et al. [9] similarly
demonstrated partial evidence for gender
moderation in relationships between workplace
factors and OCB. These findings suggest that gender
should not necessarily be assumed to exert a direct
effect on citizenship behaviour; instead, its
theoretical value may lie in determining when or for
whom a particular psychological state is more
strongly translated into discretionary behaviour.

Accordingly, this conceptual paper
proposes an integrated framework in which POS,
0OJ, and OC influence OCB both directly and
indirectly through EE. Gender is positioned as a
moderator specifically of the EE-OCB relationship.
This approach offers a parsimonious explanation of
OCB by distinguishing between organizational
perceptions and attachment as antecedents,
employee engagement as the central psychological
mechanism, citizenship  behaviour as the
behavioural outcome, and gender as a boundary
condition.

The framework is contextualized within
private NEV companies in Guangzhou, China. This
context provides an appropriate setting because
NEV organizations require high levels of employee
adaptability,  collaboration, initiative,  and
discretionary effort. The framework therefore
contributes theoretically by integrating social
exchange, organizational support, commitment,
engagement, and citizenship perspectives, while
contributing practically by identifying
organizational conditions that may enable NEV
companies to foster citizenship behaviour.

II. THEORETICAL FOUNDATION

2.1 Social Exchange Theory

Social Exchange Theory provides the
principal theoretical foundation for the proposed
framework. Blau [6] distinguished social exchange
from purely economic exchange by emphasizing
that social exchange involves relationships that
develop over time through reciprocal interactions.
Unlike economic exchanges, where obligations are
explicitly defined, social exchanges create less
precisely specified obligations based on trust and
reciprocity.

Within employment relationships,
organizations provide employees with tangible and
intangible resources, including remuneration,
development opportunities, recognition, fairness,
respect, security, information, managerial support,
and concern for employee well-being. Employees
evaluate these experiences and develop beliefs
concerning the quality of their relationship with the
organization. When employees perceive that the
organization treats them favourably, the norm of
reciprocity creates an inclination to respond
positively.

OCB represents a particularly appropriate
reciprocal response because it involves voluntary
contributions rather than strictly contractual
performance. Employees can reciprocate favourable
organizational treatment by helping colleagues,
protecting organizational resources, cooperating
with organizational initiatives, avoiding
unnecessary complaints, maintaining organizational
order, and contributing effort beyond minimum role
requirements.

SET therefore provides theoretical
justification for the proposed POS-OCB and OJ-
OCB  relationships.  Organizational  support
communicates that the organization values the
employee, = whereas  organizational  justice
communicates that organizational decisions and
interpersonal interactions are fair. Both conditions
improve the perceived quality of social exchange
and should consequently increase employees'
willingness to reciprocate.

Most importantly, SET supports the
inclusion of employee engagement as a
psychological mechanism. Positive exchanges do
not necessarily translate immediately into
behaviour.  Instead, supportive and fair
organizational experiences may increase employees'
willingness to invest themselves psychologically in
their work. Engagement therefore represents an
intermediate state  connecting  favourable
organizational relationships with discretionary
behaviour.

2.2 Organizational Support Theory

Organizational Support Theory
complements SET by explaining specifically how
employees interpret organizational treatment.
Eisenberger et al. [3] proposed that employees
develop global beliefs concerning the extent to
which their organization values their contributions
and cares about their well-being. This perception is
referred to as POS.
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Kurtessis et al. [10], in a meta-analytic
evaluation covering hundreds of studies, provided
substantial evidence supporting Organizational
Support Theory. POS was associated with
favourable employee orientations toward both the
organization and work, employee performance, and
employee well-being. The findings demonstrate that
organizational support is not merely a desirable
employee perception but an important psychological
mechanism underlying employee—organization
relationships.

Within  the  proposed  framework,
Organizational Support Theory strengthens the
explanation of both POS — EE and POS — OCB.
Employees who believe their organization values
and supports them should have greater
psychological resources and motivation to engage
with their work. They may also reciprocate directly
by performing citizenship behaviours.

ITII. CONCEPTUAL DEVELOPMENT

3.1 Organizational Citizenship Behaviour

OCB represents voluntary workplace
behaviour that contributes to organizational
effectiveness beyond formally required task

performance. Organ's [1] foundational
conceptualization identified dimensions including
altruism, conscientiousness, sportsmanship,

courtesy, and civic virtue. These dimensions
illustrate that citizenship behaviour may involve
assisting individual colleagues as well as supporting
organizational functioning more broadly.

Williams and Anderson [2] subsequently
distinguished OCB into OCB-I and OCB-0O. OCB-I
refers to citizenship behaviour directed toward
particular individuals, such as assisting colleagues
experiencing heavy workloads. OCB-O refers to
behaviour directed toward the organization,
including protecting organizational property,
following informal organizational rules, and
demonstrating attendance beyond expected norms.

The distinction is relevant to NEV
organizations because innovation-intensive work
depends  simultaneously = on interpersonal
cooperation and organization-oriented initiative.
Employees working in engineering, manufacturing,
sales, research and development, technology, and
administrative  functions  frequently  operate
interdependently. Helping behaviour can therefore
facilitate knowledge transfer and problem solving,
while  organization-oriented  citizenship  can
contribute to organizational reliability and
adaptability.

3.2 Perceived Organizational Support

POS  describes employees'  beliefs
concerning whether their organization values their
contribution and cares about their welfare [3].
Employees continuously interpret organizational
decisions and managerial behaviour to determine
how much the organization values them.

From an SET perspective, employees who
perceive strong organizational support are likely to
feel an obligation to reciprocate. Because OCB is
discretionary, it provides employees with
considerable freedom to determine how much
additional contribution they are willing to make.
Employees receiving favourable organizational
treatment may therefore reciprocate by assisting
coworkers, supporting organizational initiatives,
protecting organizational resources, and voluntarily
accepting responsibilities.

Meta-analytic evidence supports the
broader relationship between POS and citizenship
outcomes. Chiaburu et al. [11] demonstrated a
positive association between organizational support
and citizenship behaviour and further showed that
the magnitude of the relationship can differ across
cultural environments. Kurtessis et al. [10] similarly
demonstrated that POS has important consequences
for employees' orientation toward their organization
and work.

Therefore:
HI: Perceived Organizational Support has a
positive effect on Organizational Citizenship
Behaviour.

3.3 Organizational Justice

Organizational Justice concerns employees'
perceptions of fairness in organizational decisions
and treatment. Colquitt [4] conceptualized
organizational justice as comprising distributive,
procedural, interpersonal, and informational justice.

Distributive justice concerns the perceived
fairness of outcomes such as salary, rewards,
promotion, and workload. Procedural justice refers
to fairness in the processes through which
organizational decisions are made. Interpersonal
justice concerns whether employees are treated
respectfully and with dignity, while informational
justice concerns whether organizational
explanations are sufficient, truthful, and timely.

Fairness is particularly relevant to social
exchange because employees use justice perceptions
to evaluate the quality of their relationship with the
organization. When employees believe outcomes
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and procedures are fair and experience respectful
interpersonal treatment, they are more likely to trust
organizational decision makers and perceive
themselves as valued organizational members.

Fair organizational treatment should
consequently encourage citizenship behaviour.
Employees who perceive justice may be more
willing to cooperate, assist colleagues, protect
organizational interests, and voluntarily contribute
beyond formal requirements. Conversely, perceived
injustice may reduce discretionary contributions
because employees can restore perceived exchange
balance by limiting their effort to contractual
requirements.

Accordingly:
H2: Organizational Justice has a positive effect
on Organizational Citizenship Behaviour.

3.4 Organizational Commitment

Organizational Commitment represents
employees' psychological relationship with their
organization. Meyer and Allen [5] conceptualized
commitment through affective, continuance, and
normative components. Affective commitment
reflects emotional attachment to the organization;
continuance commitment concerns perceived costs
associated with leaving; and normative commitment
represents a sense of obligation to remain.

Commitment is conceptually relevant to
OCB because committed employees are more likely
to consider organizational success personally
meaningful. Employees who develop psychological
attachment to the organization may be more willing
to perform activities that support organizational
objectives even when these activities are not
formally rewarded.

In the NEV sector, commitment may be
particularly important because intense competition
for skilled employees and rapid technological
development can create substantial workforce
mobility. Organizations capable of establishing
stronger employee commitment may benefit not
only from retention but also from greater
discretionary contribution among employees who
remain.

Thus:
H3: Organizational Commitment has a positive
effect on Organizational Citizenship Behaviour.

IV. EMPLOYEE ENGAGEMENT AS A
CENTRAL PSYCHOLOGICAL
MECHANISM

4.1 Perceived Organizational Support and
Employee Engagement

Employee engagement reflects the extent
to which employees invest themselves
psychologically in their work. Engagement is
characterized by active involvement rather than
passive satisfaction. Employees experiencing
engagement devote attention, energy, enthusiasm,
and persistence to performing their roles.

POS should facilitate engagement because
organizational support provides employees with
both psychological and practical resources. When
employees believe the organization cares about
them, uncertainty regarding the employment
relationship is reduced and employees may feel safer
investing themselves in their work.

Support  also  communicates  that
employees'  contributions are  meaningful.
Recognition, assistance, developmental
opportunities, and concern for well-being can
strengthen employees' motivation to dedicate effort
to organizational responsibilities. Meta-analytic
research  has shown  substantial  positive
relationships between POS and engagement-related
outcomes, supporting the expectation that
supportive  organizations  create  conditions
conducive to stronger psychological investment.
Accordingly:

H4: Perceived Organizational Support has a
positive effect on Employee Engagement.

4.2 Organizational Justice and Employee
Engagement

Organizational justice should similarly
facilitate engagement. Employees are unlikely to
invest themselves fully in environments they
perceive as unfair. Injustice can direct psychological
attention toward dissatisfaction, comparison,
conflict, and attempts to restore equity, thereby
reducing resources available for engagement.

Fairness creates the opposite condition.
Fair rewards communicate that employee
contributions are appropriately recognized. Fair
procedures strengthen confidence in organizational
decisions. Respectful interpersonal treatment
protects employees' dignity, while adequate
information reduces uncertainty.

Recent evidence supports the importance
of justice for work engagement. Research has
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demonstrated  positive  relationships  among
organizational justice, work engagement, and
positive employee behaviours. Fair organizational
environments can  therefore  provide the
psychological security necessary for employees to
invest greater cognitive, emotional, and behavioural
energy in their work.

Therefore:

H5: Organizational Justice has a positive effect on
Employee Engagement.

4.3 Organizational Commitment and Employee
Engagement

Although commitment and engagement are
related positive employee attitudes, they remain
conceptually distinct. Organizational commitment
primarily concerns the employee's relationship with
the organization, whereas engagement concerns
psychological investment in work and work roles.

Employees strongly committed to an
organization are likely to perceive organizational
objectives as personally meaningful. This
psychological attachment can motivate employees
to dedicate greater energy and attention to their
work. Rather than performing tasks merely to satisfy
contractual requirements, committed employees
may become more involved because their work
contributes to an organization with which they have
established a meaningful relationship.

This distinction is particularly important
for the proposed model. Commitment does not
necessarily  produce  citizenship  behaviour
automatically. Commitment may increase the
motivational investment represented by employee
engagement, which  subsequently increases
discretionary contribution.

Thus:
H6: Organizational Commitment has a positive
effect on Employee Engagement.

4.4 Employee Engagement and Organizational
Citizenship Behaviour

Employee engagement represents the most
proximal antecedent of OCB in the proposed
framework. Engaged employees invest greater
cognitive, emotional, and physical resources in their
work and are therefore more likely to possess both
the motivation and energy necessary to perform
beyond formal role requirements.

Engagement can encourage OCB through
several mechanisms. First, engaged employees tend
to experience stronger involvement in work, making

them more attentive to problems and opportunities
requiring voluntary action. Second, their higher
energy levels increase their capacity to provide
additional  effort after fulfilling  formal
responsibilities. Third, engagement encourages
employees to view work as personally meaningful,
making  contributions  beyond  contractual
requirements intrinsically worthwhile.

This relationship is particularly relevant to
NEV companies because citizenship behaviour may
require  considerable  psychological energy.
Employees may need to assist colleagues during
demanding project periods, share technical
knowledge, participate voluntarily in improvement
initiatives, adapt to changing work requirements,
and cooperate across departments. Engaged
employees are more likely to possess the
psychological resources required for these
discretionary contributions.
Consequently:
H7: Employee Engagement has a positive effect on
Organizational Citizenship Behaviour.

V. THE MEDIATING ROLE OF
EMPLOYEE ENGAGEMENT

A central contribution of the proposed
framework is the positioning of employee
engagement as a mediator connecting POS, OJ, and
OC with OCB. Mediation implies that
organizational  perceptions and  employee
attachment influence citizenship behaviour partly
because they shape employees' psychological
investment in work.

5.1 Employee Engagement as a Mediator
between POS and OCB

POS can directly encourage citizenship
through reciprocity, but its influence may also
operate indirectly through engagement. Employees
who perceive organizational support receive socio-
emotional and practical resources that encourage
them to invest themselves more fully in work.
Increased engagement subsequently provides the
motivation and energy required for discretionary
contributions.

This mechanism provides a more detailed
explanation than a simple POS—OCB relationship.
Organizational support does not merely create a
sense of obligation; it can transform employees'
psychological relationship with their work.
Employees who feel supported may become more
energetic, dedicated, and involved, which increases
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their willingness to undertake behaviours benefiting
others and the organization.

Therefore:

HS8: Employee Engagement mediates the positive
relationship between Perceived Organizational
Support  and  Organizational  Citizenship
Behaviour.

5.2 Employee Engagement as a Mediator
between Organizational Justice and OCB

Justice can directly encourage OCB by
strengthening reciprocal exchange relationships.
However, fairness may also influence OCB because
it creates psychological conditions favourable to
engagement.

Employees who perceive distributive,
procedural, interpersonal, and informational fairness
are less likely to expend psychological resources
responding to perceived injustice. Instead, they can
devote greater attention and energy to productive
work. Fair treatment also communicates respect and
organizational reliability, making employees more
comfortable investing themselves in their roles.
Thus:

HY9: Employee Engagement mediates the positive
relationship between Organizational Justice and
Organizational Citizenship Behaviour.

5.3 Employee Engagement as a Mediator
between Organizational Commitment and OCB

Organizational commitment should also
influence OCB partly through engagement.
Commitment establishes psychological attachment
to the organization, but engagement provides the
motivational activation through which this
attachment can become behaviour.

A committed employee values continued
membership and organizational success. Such
attachment encourages the employee to invest more
of the self in organizational work. Increased
engagement then provides the psychological energy
necessary to transform commitment into voluntary
action.

Therefore:

H10: Employee Engagement mediates the positive
relationship between Organizational Commitment
and Organizational Citizenship Behaviour.

VI. GENDER AS A MODERATOR OF
THE EMPLOYEE ENGAGEMENT-OCB
RELATIONSHIP

The proposed framework recognizes that
psychological engagement may not necessarily
translate into citizenship behaviour equally across
all employees. Gender is therefore positioned as a
moderator of the relationship between employee
engagement and OCB.

The moderation argument does not assume
that either men or women inherently possess greater
citizenship tendencies. Rather, gender may reflect
differences in socialization, workplace experiences,
interpersonal expectations, occupational roles, and
opportunities for behavioural expression. These
factors can influence the ways employees translate
engagement into discretionary behaviour.

Research on gender and OCB has
generated mixed findings. Some studies indicate
differences in particular citizenship behaviours,
while others find limited or context-dependent
gender effects. Such inconsistency supports
examining gender as a moderator rather than simply
treating it as a direct predictor.

Miao and Kim [8], studying employees
from Chinese manufacturing organizations,
demonstrated that gender moderated the relationship
between organization-domain citizenship behaviour
and job satisfaction. Nasurdin et al. [9] also reported
partial evidence for gender moderation in
relationships  between workplace spirituality
dimensions and citizenship behaviour. Collectively,
these findings indicate that gender can operate as a
boundary  condition in  citizenship-related
relationships, although the nature and magnitude of
its influence depend on the specific organizational
mechanism examined.

Within the proposed model, gender is
expected to affect the strength of the EE-OCB
relationship. Employees may become similarly
engaged but express that engagement through
different forms or degrees of discretionary
behaviour. Workplace expectations may influence
whether engagement becomes interpersonal
helping, organizational participation, conscientious
behaviour, or other citizenship activities.

Importantly, the proposed hypothesis
remains non-directional because existing findings
are insufficiently consistent to justify predicting that
the EE-OCB relationship must necessarily be
stronger for either male or female employees.
Therefore:
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H11: Gender moderates the positive relationship
between Employee Engagement and
Organizational Citizenship Behaviour, such that
the strength of the relationship differs between
male and female employees.

VII. PROPOSED CONCEPTUAL
FRAMEWORK

The proposed framework integrates eleven
relationships into a unified model. POS, OJ, and OC
constitute three antecedent variables. Each
antecedent is proposed to exert a direct positive
effect on OCB, represented by H1, H2, and H3
respectively.

The framework simultaneously proposes
that POS, OJ, and OC positively influence EE
through H4, HS5, and H6. Employee engagement
subsequently predicts OCB through H7.

These relationships establish three indirect
pathways. H8 proposes the mediating effect of EE
on the POS-OCB relationship; H9 proposes
mediation between OJ and OCB; and H10 proposes
mediation between OC and OCB.

Finally, HI11 positions gender as a
moderator specifically on the EE — OCB pathway.
The resulting model therefore integrates direct
effects, mediation, and moderation without
unnecessarily multiplying psychological
mechanisms.

The structure represents a partial mediation
model, because direct relationships from POS, OJ,
and OC to OCB are retained while indirect
relationships through EE are simultaneously
proposed. This is theoretically appropriate because
social exchange processes may generate citizenship
behaviour directly through reciprocity while also
operating indirectly by increasing employees'
psychological engagement.

Figure 1. Proposed conceptual framework
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VIII. CONTEXTUAL RELEVANCE TO
PRIVATE NEV COMPANIES IN
GUANGZHOU

The private NEV sector in Guangzhou
provides a theoretically meaningful setting for
examining the framework. China's transition toward
electric mobility has created a technologically
dynamic automotive ecosystem involving vehicle
manufacturers, battery technology, software,
intelligent driving systems, supply chains, research
and development, manufacturing, marketing, and
after-sales services.

Employees within this environment
operate under conditions of rapid technological
change. Knowledge and skills can become outdated
quickly, product development cycles are
demanding, and competitive pressures require
continuous innovation. Such environments make
formal job descriptions insufficient for specifying
every contribution necessary for organizational
success.

OCB can consequently provide important
organizational value. Employees who voluntarily
exchange knowledge, help colleagues solve
technical problems, cooperate across departments,
protect organizational resources, participate in
organizational initiatives, and adapt constructively
to change can improve  organizational
responsiveness.

The sector also provides strong reasons for
investigating POS. Intensive work requirements and
competition for skilled employees mean that
organizational concern for employee welfare,
recognition, development, and contribution may
influence  whether employees view  their
organization as supportive. Supportive
organizational experiences may subsequently
encourage employees to invest additional
psychological and behavioural resources in their
work.

Justice is equally relevant. Rapid
organizational growth can create difficult decisions
concerning rewards, promotion, project
assignments, workload, performance evaluation,
and access to career opportunities. Employees'
perceptions of whether these outcomes and
procedures are fair can therefore substantially affect
their relationship with the organization.

Commitment is particularly important in an
industry characterized by competition for talent.
Organizations may invest heavily in employee skills
and technological expertise, making employee
attachment strategically important. Committed
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employees who remain psychologically connected
with the organization may be more willing to engage
deeply with work and perform discretionary
activities supporting organizational objectives.

Finally, employee engagement is
especially meaningful within the NEV context
because innovation-intensive work requires more
than physical presence. Organizations need
employees who are psychologically attentive,
energetic, involved, and willing to solve problems
proactively. Engagement can therefore constitute an
important mechanism transforming supportive
organizational environments, perceived fairness,
and commitment into OCB.

The proposed framework consequently
shifts attention from the question of whether
organizational factors simply "cause" OCB toward a
more sophisticated question: How and under what
conditions do employees translate  their
organizational experiences and attachment into
voluntary citizenship behaviour?

IX. THEORETICAL CONTRIBUTIONS

The proposed framework offers several
theoretical contributions.

First, it integrates three important but
conceptually distinct antecedents of OCB within a
single framework. POS represents employees'
evaluation of organizational care and valuation, OJ
represents their evaluation of organizational
fairness, and OC represents psychological
attachment to the organization. Integrating these
constructs enables future research to determine their
relative and simultaneous contributions to OCB.

Second, the framework advances Social
Exchange Theory by explicitly distinguishing distal
organizational and attitudinal conditions from a
proximal psychological mechanism. SET explains
why employees reciprocate favourable
organizational relationships, but the proposed model
explains an additional stage in this process by
identifying employee engagement as the mechanism
through which organizational conditions become
discretionary behaviour.

Third, positioning EE as the sole mediator
improves theoretical parsimony. Rather than
introducing multiple overlapping psychological
mechanisms, the framework focuses specifically on
the motivational process through which employees
invest themselves in work. This provides a clearer
theoretical sequence:

Organizational experience/attachment —
psychological engagement —  discretionary
behaviour.

Fourth, the model recognizes the
possibility of partial rather than complete mediation.
POS, OJ, and OC may influence OCB directly
because employees can reciprocate organizational
treatment or act on organizational attachment
without necessarily requiring engagement as the
exclusive mechanism. At the same time, EE
provides an additional explanation for how these
antecedents become behaviour.

Fifth, gender introduces a boundary
condition to the engagement—-OCB relationship.
Rather than  assuming that engagement
automatically produces identical behavioural
outcomes among all employees, the model
acknowledges potential individual differences in the
translation of psychological investment into
citizenship behaviour.

Sixth, the framework contributes
contextual evidence to organizational behaviour
research by focusing on China's private NEV sector.
Much foundational OCB theory was developed in
comparatively established organizational
environments. Examining these relationships within
rapidly developing Chinese technology-intensive
organizations can determine whether established
theories remain applicable under conditions
characterized by technological disruption, intense
competition, rapid organizational development, and
evolving employment relationships.

X. MANAGERIAL IMPLICATIONS

The conceptual framework also provides
several implications for managers in private NEV
organizations.

First, organizations seeking greater OCB
should recognize that citizenship behaviour cannot
be effectively commanded. Once discretionary
behaviour becomes compulsory, it no longer
possesses the same voluntary character. Managers
should therefore focus on creating organizational
conditions that encourage employees to contribute
voluntarily.

Strengthening POS  represents  one
approach. Managers can demonstrate organizational
support  through recognition, developmental
opportunities, adequate resources, employee
assistance, constructive communication, and
genuine concern for employee well-being. These
practices communicate that employees are valued
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organizational members and may simultaneously
strengthen engagement and citizenship behaviour.

Second, organizations should establish
credible justice systems. Transparent performance
evaluation, equitable reward allocation, consistent
decision-making procedures, respectful supervisory
behaviour, and adequate explanations for
organizational decisions are particularly important.
Employees who perceive fairness are more likely to
invest themselves in work and voluntarily support
organizational objectives.

Third, organizations should strengthen
commitment without relying solely on retention
incentives. Although financial incentives can
influence continuance decisions, deeper
commitment can be cultivated through -career
development, meaningful organizational missions,
opportunities for participation, trust, and alignment
between employee and organizational objectives.

Fourth, the mediating role proposed for
engagement implies that organizations should not
evaluate HR practices only according to whether
employees report satisfaction with them. Managers
should examine whether supportive and fair
organizational practices actually create
psychological involvement, energy, and dedication.
An organization may provide extensive benefits yet
obtain limited citizenship behaviour if employees
remain disengaged.

Fifth, organizations should avoid using
gender findings to reinforce stereotypes. The
moderation hypothesis is intended to identify
possible differences in behavioural mechanisms, not
to classify one gender as a "better" organizational
citizen. If empirical differences emerge, managers
should investigate whether workplace structures,
role expectations, access to resources, job
assignments, or organizational norms explain those
differences.

XI. PROPOSITIONS FOR EMPIRICAL
VALIDATION

The conceptual framework is suitable for
subsequent  quantitative = empirical  testing.
Employees of private NEV companies in
Guangzhou can constitute the target population.
Respondents should possess sufficient
organizational tenure to form meaningful
perceptions regarding organizational support,
justice, commitment, engagement, and citizenship
behaviour.

Validated instruments should be employed
wherever possible. POS may be operationalized
using measures derived from Eisenberger et al. [3].
Organizational justice can be measured through
Colquitt's [4] framework. Organizational
commitment can draw upon Meyer and Allen's
(1991) conceptualization. Employee engagement
should be measured using an established
engagement scale appropriate to the theoretical
definition adopted in the empirical study. OCB may
be operationalized using Williams and Anderson's
(1991) measure, particularly where organization-
directed citizenship behaviour is emphasized.

The framework can be evaluated through
Partial Least Squares Structural Equation Modeling
(PLS-SEM).  Measurement-model  assessment
should establish indicator reliability, internal
consistency reliability, convergent validity, and
discriminant validity before structural relationships
are interpreted.

The structural model can subsequently
evaluate H1-H7 through the estimated path
coefficients. Bootstrapping can be used to determine
the significance of the indirect effects proposed
under H8-HI10. The retention of direct paths
between the three antecedents and OCB enables
researchers to establish whether employee
engagement provides partial or full mediation.

HI1 can be examined through an
interaction approach or appropriate multigroup
procedures depending on the measurement and
analytical strategy. The analysis should establish
whether the strength of the EE-OCB relationship
differs significantly according to gender rather than
simply comparing mean levels of engagement or
citizenship behaviour.

XII. LIMITATIONS AND FUTURE
RESEARCH DIRECTIONS

Several limitations of the proposed
framework provide opportunities for future
research.

First, although the model integrates
important organizational antecedents, it does not
capture every possible determinant of OCB.
Leadership, psychological empowerment, job
autonomy, organizational culture, personality, job
satisfaction, and human resource management
practices may provide additional explanations.

Second, EE is proposed as the principal
mediating mechanism for theoretical parsimony.
Nevertheless, other mechanisms could operate
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alongside engagement. Future research may
compare engagement with constructs such as
psychological safety, trust, perceived insider status,
or organizational identification to determine
whether they provide complementary explanations.

Third, gender represents only one possible
boundary condition. Future research could examine
age, organizational tenure, job level, educational
background, employment type, generational cohort,
leadership characteristics, or cultural values. Such
research would provide a more complete
understanding of circumstances under which
engagement is most likely to generate OCB.

Fourth,  empirical research  based
exclusively on  cross-sectional  self-report
questionnaires would restrict causal interpretation
and could increase common method concerns.
Future studies should consider time-lagged designs
in which organizational perceptions are measured at
one stage, engagement subsequently, and OCB at a
later stage. Supervisor- or coworker-rated OCB
could further reduce dependence on single-source
measurement.

Fifth, the focus on private NEV companies
in Guangzhou strengthens contextual specificity but
restricts generalizability. Future research should
replicate the framework in other Chinese cities,
state-owned NEV  companies, conventional
automotive manufacturers, technology companies,
and organizations outside China.

Sixth, the rapid development of the NEV
industry creates an opportunity for longitudinal
research. Employee perceptions and citizenship
behaviours may change during organizational
expansion, technological restructuring, market
downturns, mergers, or major strategic transitions.
Longitudinal designs could therefore reveal whether
the proposed relationships remain stable over time.

Finally, future research should distinguish
between different targets of OCB where
theoretically appropriate. Engagement may produce
interpersonal citizenship and organization-directed
citizenship through somewhat different processes.
Investigating OCB-I and OCB-O separately could
therefore provide a more refined understanding of
how engagement becomes discretionary behaviour.

XIII. CONCLUSION

Organizational  Citizenship  Behaviour
represents an increasingly important source of
organizational effectiveness in environments where
innovation,  collaboration, adaptability, and
employee initiative cannot be completely governed

through formal job requirements. This is particularly
relevant to China's private NEV sector, where
technological change and intense competition
require employees to contribute beyond prescribed
roles.

This conceptual paper proposes an
integrated framework explaining OCB through
Perceived Organizational Support, Organizational
Justice, Organizational Commitment, and Employee
Engagement. Drawing principally on Social
Exchange Theory and Organizational Support
Theory, the framework proposes that POS, OJ, and
OC directly enhance OCB while simultaneously
strengthening Employee Engagement. Engagement
subsequently increases employees' willingness to
perform citizenship behaviour and mediates the
relationships between the three antecedents and
OCB.

Gender is incorporated as a moderator of
the Employee Engagement—OCB relationship,
recognizing that psychological engagement may not
translate uniformly into discretionary behaviour
across employees. The resulting model therefore
integrates organizational conditions, employee
attachment, motivational processes, behavioural
outcomes, and individual differences within a
coherent framework.

The principal theoretical value of the
model lies in explaining not merely whether POS,
0J, and OC influence citizenship behaviour, but
how these influences operate through employee
engagement and under what conditions engagement
is translated into OCB. Such an approach advances
a more process-oriented understanding of
organizational citizenship behaviour.

For private NEV companies in Guangzhou,
the framework also carries practical significance.
Organizations cannot simply require employees to
become good organizational citizens. Instead, they
must establish supportive and fair organizational
relationships, cultivate meaningful employee
commitment, and create working environments that
enable employees to become psychologically
engaged. When these conditions are present,
employees may become more willing to invest
discretionary effort in colleagues and organizational
objectives.

Future empirical testing of the eleven
hypotheses can determine the relative importance of
the three antecedents, establish the mediating role of
engagement, and clarify whether gender
significantly changes the engagement—citizenship
relationship. In doing so, the proposed framework
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can contribute to a more contextualized
understanding of employee behaviour in China's
rapidly developing NEV industry and provide
evidence-based guidance for organizations seeking
resilient, engaged, and citizenship-oriented
workforces.
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